ly been successful, with undergraduate and graduate school enrollments averaging between 30 and 50 percent women (Nelson, 2002) . Ph.D. attainments show similar progress; however, the percentage of women occupying tenure-track university positions has not risen commensurably. Across the board, women in science and engineering fi ll on average only 15 to 25 percent of academic positions (Nelson, 2002) . Because the number of women in graduate school has been suffi ciently large for at least a decade, it is diffi cult to ascribe the lower percentage com/free/v51/i15/15a00801.htm). The focus of this article and the community effort it describes is on the latter attribution, namely that women are opting out of the "pipeline" in the early years of their scientifi c careers. Thus, while recruitment efforts on their own should be lauded, we need to also turn our attention to the retention of women already trained in the fi eld if we are to capitalize on the investment that funding agencies and universities have made on the education of women students, and, importantly, if we are to create a scientifi c workforce whose diversity matches that of the student population and, in a broader sense, that of the US population as a whole. ... we need to also turn our attention to the retention of women already trained in the field if we are to capitalize on the investment that funding agencies and universities have made on the education of women students... we lose that investment, that talent, and that resource, the community as a whole suffers the loss. It is also important to acknowledge that our investment is also emotional as these young women are part of our relatively small community.
B Y M . S U S A N L O Z I E R
When one leaves our fi eld, we lose not just a resource, but a colleague as well.
Because we do not envision the lack of retention of junior women in our fi eld as a problem that only affects women in the fi eld nor one that can be fi xed by only the women in the fi eld, a broad spectrum of the community, including men, will be invited to participate in the design and execution of the mentoring program.
THE ROLE OF MENTORS
The Council of Graduate Schools cites a useful summary (Nelson, 2003) This workshop will involve approximately 25 physical oceanographers. We plan to include junior and senior women in this workshop so that we have input ...our purpose in focusing on the mentoring of junior women is to break a cycle that is perpetuated by the relatively low number of women in the field. 
